Introduction
In South Africa, there is only one accounting body, that is, the South African Institute of Chartered Accountants (SAICA) that manages the designation Chartered Accountant (South Africa) -CA(SA). To become a CA(SA), one must complete university studies (Bachelor's degree in accounting and Certificate in theory of accounting), a training contract, qualifying examinations (part I and part II) and register with SAICA in order to use the designation CA(SA). Chartered accountants work in the public sector, private sector and in government.
The official SAICA statistics indicate that, in the apartheid era in South Africa, white people dominated the accounting industry, almost exclusively constituting the profession (Table 1) . The under-representation of black CAs in the profession is a direct result of race-based exclusion in the profession prior to democracy (Khumalo 2009 ). In the post-apartheid era, the accountancy profession in South Africa is becoming more diverse, with previously disadvantaged races now having access to the prestigious chartered accountancy (CA) career. While the elimination of discrimination and the provision of equal opportunities are essential steps forward in the social and economic progress of nations, strong opposition to discriminatory practices in South Africa has only become evident in the recent past, the last two decades (Hammond, Clayton & Arnold 2008; Perumal 1994) .
accounting firms' managers must be prepared to effectively manage the increasing diversity of the profession. SAICA membership statistics as at 30 June 2015, showed 39 128 registered chartered accountants (Figure 1 ).
Problem statement, research objective and question
In the diverse and competitive South African environment, previously excluded racial groups in the CA profession appear to be riding the wave of exclusion. South Africa has a shortage of black chartered accountants. This situation has arisen because of a combination of political, socio-economic and related educational reasons during the four decades of apartheid rule.
In recent years, numerous academic ventures have commenced in an attempt to increase the number of black chartered accountants (Weil & Wegner 1997) .
The accountancy profession developed a CA Charter complying with the Broad-Based Black Economic Empowerment Act with the aim of increasing the number of black people in the CA profession to more closely reflect the country's population demographics. These efforts are beginning to translate into a more diverse CA workforce, albeit very slowly and multiculturalism and multilingualism is noted among staff. The goals of accounting firms will not be achieved if these personnel are not effectively managed. The transformation of accountancy profession put strain on accounting firm managers. Therefore, managers in accounting firms need to be skilled in managerial competencies rooted in general management to be effective in their job and managing diverse workforce because this will result in improved productivity, reduced absenteeism, decreased staff turnover and increased employee job satisfaction (Swanepoel 2000) .
Managers in the accounting firms are appointed to their positions without formal qualifications in management or training in diversity management. The purpose of the study was to identify the accounting firms' managers' and trainees' perceptions of managerial competencies required to effectively manage diversity in the accountancy profession, against the background of the changing demographic profile of the profession. The main research question was: What are the accounting firms' managers' and trainees' perceptions of managerial competencies required to effectively manage diversity in KwaZulu-Natal?
Significance of the study
The findings will provide valuable insights for the accounting firms' managers and the CA profession.
The concept of competencies
There are two approaches to competencies, the US competency approach and the UK competency approach:
The United States competency approach (also called worker-oriented approach) (Hafferman & Flood 2000) . Wu and Lee (2005) remark that competencies provide significant help with key problems, such as clarifying workforce standards and expectations as well as aligning individuals with the organisation's business strategies.
Competency is broadly defined as an underlying characteristic of an employee. It could be a 'motive, trait, skill, aspect of one's self-image or social role, or a body of knowledge which he or she uses to complete the tasks or job successfully' (Hafferman & Flood 2000; Mbokazi, Visser & Fourie 2004) . This view is supported by Hellriegel, Jackson and Slocum (2005) ; Hellriegel et al. (2007 Hellriegel et al. ( , 2014 , who define competency as a combination of knowledge, skills, attitudes and behaviours and other characteristics that contribute to employee effectiveness.
The United Kingdom competency approach (also called work-oriented approach)
The UK's Management Charter Initiative (MCI) emerged in 1988 to improve the performance of UK organisations by enhancing the quality of their managers (Siu 1998) . The UK competency approach placed emphasis on the behavioural aspect of a competency by defining it as a set of behaviour patterns the employee needs to bring to a position in order to perform its tasks and functions with competence (Mbokazi et al. 2004 ). The UK competency approach suggests not only skills and knowledge but also the range of qualities of personal effectiveness required to get a job done (Hafferman & Flood 2000) .
Through extensive research work with the employers and managers of large and small organisations within the industrial, public and industrial sectors, MCI identified standards of performance expected by employers of competent managers at different levels (senior, middle, first line and supervisory). The National Vocational Qualifications (NVQs) became the first nationally agreed statement of what effective management performance is and the levels of performance that employers expect. These NVQs have potential applications in a number of areas (Siu 1998) : Identify competencies that a manager already acquired, identify training and development needs, design learning approaches, measure abilities against national standards, select and recruit managers, appraise managers' performance and decide promotion requirements. Meyer and Semark (1996) provide a useful case both for and against the MCI approach in which they highlight the need for a flexible, holistic and situation-specific approach to management competency. One of the basic criticisms of the work-oriented approach is that a list of work activities does not sufficiently indicate the attributes required to accomplish those activities efficiently (Schoonover et al. 2000) .
For the purposes of this paper, the US competency approach applies because it focuses on the individual to determine whether they possess the skills and knowledge to perform a specific job or role (Garavan & McGuire 2001) .
Competency model
The competency model is a set of competencies, namely, success factors that include the key behaviours required for excellent performance in a particular role. The competency model can be used to identify the competencies which employees need to improve performance in their current job or to prepare for the jobs (Wu & Lee 2005) . Developing and training of management on key competencies have become the focus of much attention during the past two decades (Mbokazi et al. 2004) . Several surveys report that numerous modern enterprises are progressively adopting competency models as essential management technologies to enhance their competitiveness (Wu & Lee 2005) . Mbokazi et al. (2004) found that managers need competencies for managing themselves, competencies to manage other people and competencies to manage the task. Lewis (2009) placed emphasis on the responsibility of the manager to, firstly, set objectives, plan, take decisions and organise work in the organisation and to, secondly, motivate, measure, control and develop other people. Managerial competency model by Hellriegel et al. (2005) applies to the study because it covers many managerial competency dimensions (see Figure 2 ). Managerial competences are sets of knowledge, skills, behaviour and attitudes that a person needs to be effective in a wide range of managerial jobs and various types of organisations (Hellriegel et al. 2005 (Hellriegel et al. , 2007 (Hellriegel et al. , 2014 
Managerial competencies
The managerial competencies dimensions are discussed below.
Communication competency
Communication competency refers to the effective transmission of information from one person to another (Ferreira 2006) . Managers are required to promote understanding between themselves and the diverse workforce through proper communication (Steyn & Steyn 2006; Steyn, De Klerk & Steyn 2006) . It is estimated that an average person spends four-fifths of his or her working life communicating (Steyn 2006) . Communicating with a lot of managers does not mean that they are effective and efficient. A manager is an efficient communicator if he or she can transmit a message accurately in the least time. A manager is an effective communicator if a message is accurately understood by the other person (Kinicki & Williams 2006 ). According to a study conducted by Greybe and Uys (2001) , communication abilities are essential in diversity adaptation. The success or failure of management's strategies on diversity will largely depend on clear and unambiguous communication. The study conducted by Tannen (1995) on the power of talk reveals that the managers who understand the dynamics of linguistic style can develop more adaptive and flexible approaches to running or participating in meetings, mentoring or advancing the careers of others and evaluating performance. Hellriegel et al. (2007 Hellriegel et al. ( , 2014 state that communication competency is the ability to effectively transfer and exchange information that leads to understanding between managers and others in the firm. They further state that managing involves getting work done through other people (employees). Communication competency is essential to effective managerial performance and includes the following: informal communication, formal communication and negotiation.
Planning and administration competency
Planning and administration competency involves deciding what tasks need to be done, determining how they can be done, allocating resources to enable them to be done and monitoring progress to ensure that they are done (Hellriegel et al. 2007 (Hellriegel et al. , 2014 . assert that managers are required to plan properly in order to effectively and efficiently achieve organisational goals and objectives. They further state that planning and administration competency comes to mind first when people think about managers and managing. According to Hellriegel et al. (2007 Hellriegel et al. ( , 2014 , planning and administration competency includes the following dimensions: information gathering, analysis and problem solving; planning and organising projects; time management; budgeting and financial management.
Teamwork competency
Teamwork competency refers to accomplishing tasks through small groups of people who are collectively responsible and whose work is interdependent. Managers in companies that utilise teams can become more effective by: designing teams, creating a supportive environment, managing team dynamics (Hellriegel et al. 2007 (Hellriegel et al. , 2014 Slocum, Jackson & Hellriegel 2008) . Robbins (2001) asserts that the evidence suggests that teams typically outperform individuals when the tasks being done require multiple skills, judgement and experience. As organisations have structured themselves to compete more effectively and efficiently, they have turned to teams as a way to better utilise employee talents.
In South Africa, with the cultural diversity, it is highly likely that workforce and work teams will be diverse. Managers are encouraged to manage diversity in their organisations and provide diversity training and education programmes for team members (Swanepoel 2000) .
Strategic action competency
Strategic action competency refers to understanding the overall mission and values of the organisation and ensuring that one's actions and those of people one manages are aligned with them. Strategic action competency includes the following dimensions: understanding the industry, understanding the organisation and taking strategic actions. Managers and other employees who understand the industry can accurately anticipate strategic trends and prepare for the future needs of the organisation, and they are less likely to find themselves looking for new jobs when the organisation changes direction (Hellriegel et al. 2007 (Hellriegel et al. , 2014 .
Global awareness competency
Since 1994, sanctions and restrictive import and export regulations have been lifted, and South Africa has become part of the global village. South African organisations are forming joint ventures with foreign partners (Swanepoel 2000) .
Global awareness competency refers to a manager's ability to draw on the human, financial, information and material resources from multiple countries and serving markets that span multiple cultures. This competency has the following dimensions: cultural knowledge and understanding, cultural openness and sensitivity (Hellriegel et al. 2007 (Hellriegel et al. , 2014 .
Since 1994, sanctions and restrictive import and export regulations have been lifted, and South Africa has become part of the global village. South African organisations are forming joint ventures with foreign partners (Swanepoel 2000) . Globalisation affects a manager's people skills in at least two ways: (1) managers are increasingly likely to find themselves in a foreign assignment where they will manage a workforce that is different in needs, aspirations and attitudes; and (2) even in their own country, managers will find themselves with bosses, peers and other employees who were born and raised in different cultures. He asserts that to work effectively with these people, one has to understand their culture, how it has shaped them and how to adapt one's management style to their differences (Robbins 2001 
Self-management competency
Self-management competency refers to taking responsibility for one's life at work and beyond. Self-management competency includes the following dimensions: Integrity and ethical conduct, personal drive and resilience, balancing work and life issues, self-awareness and development (Hellriegel et al., 2007 (Hellriegel et al., , 2014 . Williams (2007) asserts that selfmanagement (also known as self-control) is a control system in which managers and workers control their own behaviour by setting their own goals, monitoring their own progress and rewarding themselves for goal achievement. Research conducted by Penceliah (2003) affirms that self-management will make tomorrow's leaders more adaptable and will give managers the flexibility to work across cultures and the flexibility to deal with uncertainty, ambiguity and change.
This brief review of the literature indicates that the managerial competencies determine the effectiveness of managers in their job performance. Therefore, it is essential for managers to have a thorough understanding of the six managerial competencies discussed above. It is essential for managers to continuously develop their managerial competencies because the challenges they are facing on the job are constantly changing.
Research methodology Study design and sampling
The research approach followed was quantitative in nature. A prospective, descriptive and analytical, cross-sectional design using systematic sampling was employed. Systematic sampling involves selecting subjects from a population list in a systematic rather than a random fashion (Steyn & Steyn 2003) . In this paper, the manager population can be explained as the total number of managers employed in accounting firms in KwaZulu-Natal. The trainee accountant population can be explained as the total number of trainee accountants employed in the accounting firms in KwaZulu-Natal. The SAICA provided the researcher with a list of managers and trainee accountants in accounting firms in KwaZulu-Natal and respondents were accordingly drawn using systematic sampling. This paper presents the results of the responses for 45 managers and 114 trainees.
Measuring instruments
Two parallel-worded versions of the questionnaires were used to collect data for accounting firm managers and trainees. Questionnaires consisted of a demographic section and managerial competencies section. Managerial competencies were measured using 3-point Likert scale, ranging from 1 = Disagree, 2 = Neutral and 3 = Agree. The questionnaire was pre-tested on a focus group of chartered accountants, SAICA Eastern Region Council. A pilot study is conducted to detect weaknesses in the design of the research instrument and also to provide the researcher with sound basis for determining and refining the sample (Strydom, Du Toit & Gerber-Nel 2002) . The Cronbach's alpha was computed for both managers and trainees to determine reliability. Reliability analysis tests were performed to establish the statistical validity of the overall results (Table 2 ).
Statistical analysis
All statistical analysis were two-sided and used SPSS version 15.0 (SPSS Inc., Chicago, Illinois, USA). For all statistical comparisons, the 5% significance level was used. Pearson's two-sample chi-square tests were used to compare between managers and trainees for categorical nominal and ordinal variables.
Results
The results obtained from the statistical analysis of the data are presented in various tables in the next section.
Demographic profile of respondents
The information on the demographic profile of managers and trainees was collected to present their profiles and to provide a basis for analysis of the important aspects. Table 3 depicts the demographic profile of managers and trainees.
Of the 45 managers surveyed, 38 (84.4%) were men, with 40 (90.9%) of managers between the ages of 30 and 60 years. (Table 3) .
Several independent group t-tests were performed to test for significant differences between managers and trainees.
Respondents' response on managerial competencies needed to manage diversity in the accounting firms
The respondents were requested to indicate under each managerial competency the managerial tasks that they believe managers need to effectively manage diversity in the accounting firm (Tables 4-9 ).
Communication as a managerial competency
Below are the perceptions of managers and trainees on management tasks under communication competency required by accounting firms' managers in managing diverse workforce (Table 4 ).
Significant differences between responses of managers and trainees were found in four managerial tasks under communication competency: manager informs people of relevant events and activities and keeps them up to date (p < 0.050); manager makes persuasive, high-impact public presentations and handles questions well (p < 0.050); writes clearly, concisely and effectively, using a variety of computer-based resources (p < 0.050); and manager negotiates effectively on behalf of a team over roles and resources (p < 0.050). No further significant differences were found among the two groups for the remaining managerial tasks under communication competency.
Planning and administration as a managerial competency
Below are the perceptions of managers and trainees on management tasks under planning and administration competency required by accounting firms' managers in managing diverse workforce (Table 5 ).
Significant differences between responses of managers and trainees were found in three managerial tasks under planning and administration competency: manager monitors and keeps to a schedule or changes schedule if needed (p < 0.050); manager understands budgets, cash flows, financial reports and annual reports and manager regularly uses such information to make decisions (p < 0.050) and manager creates budgetary guidelines for others and works within the guidelines given to others (p < 0.050). This finding means that the managers and trainees have different perceptions towards these management tasks. No further significant differences were found among the two groups for the remaining managerial tasks under the planning and administration competency.
Teamwork as a managerial competency
Below are the perceptions of managers and trainees on management tasks (under teamwork competency) required by accounting firms' managers in managing diverse workforce (Table 6 ).
Significant differences between responses of managers and trainees were found in one managerial task under teamwork competency: manager appropriately staffs the team, taking into account the value of diverse ideas and technical skills needed (p < 0.050). No further significant differences were 
Strategic action as a managerial competency
Below are the perceptions of managers and trainees on management tasks (under strategic action competency) required by accounting firms' managers in managing a diverse workforce (Table 7) .
A significant difference between responses of managers and trainees was found in one managerial task under strategic action competency: Manager understands the concerns of stakeholders (p < 0.050). No further significant differences were found among the two groups for the remaining managerial tasks under strategic action competency.
Global awareness as a managerial competency
Below are the perceptions of managers and trainees on management tasks under global action competency required by accounting firms' managers in managing diverse workforce (Table 8) .
A significant difference between responses of managers and trainees was found in one managerial task under strategic action competency: manager understands, reads and speaks more than one language fluently (p < 0.050). No further significant differences were found among the two groups for the managerial tasks under global awareness competency (p > 0.050).
Self-management as a managerial competency
Below are the perceptions of managers and trainees on management tasks under self-management competency required by accounting firms' managers in managing diverse workforce (Table 9) .
No significant differences were found among the two groups for the managerial tasks under self-management competency (p > 0.050).
Comparison of the six managerial competencies by rank and gender
Comparison of the six managerial competencies between managers and trainees Table 10 reflects comparisons between managers and trainees using Mann-Whitney test. Table 10 shows no significant differences between managers and trainees at the 95% level (p > 0.05). Managers rated higher teamwork competency while trainees rated higher communication competency. Global awareness competency was rated lower by both managers and trainees. Table 11 reflects the comparisons of the managerial competencies between men and women using MannWhitney test. Table 11 shows no significant differences between men and women at the 95% level (p > 0.05). Men rated higher teamwork competency while women rated higher communication competency. Global awareness competency was rated lower by both men and women.
Comparison of the six managerial competencies between men and women

Discussion
In all managerial tasks under the communication competency, the majority of managers and trainees indicated they agree that the tasks are required to manage diversity. However, significant differences were found between managers and trainees regarding managers informing people of relevant events and activities and keeping them up to date (p < 0.05) and making persuasive, high-impact public presentations and handling questions well. These findings disagree with the finding that managers build strong interpersonal relationships with other people. From the diversity results, both managers and trainees agreed that managers must encourage social gathering of diverse employees in their accounting firms. These gatherings will assist them in improving their soft skills. A significant difference was found regarding managers who write clearly, concisely and effectively, using a variety of computer-based resources (p < 0.05). This finding indicates that managers prefer interpersonal communication. However, managers need to improve in communicating through the use of audio-visual resources. Managers need to also negotiate on behalf of their teams over roles and resources (p < 0.05). This finding is supported by Greybe and Uys (2001) and Tannen (1995) .
In almost all managerial tasks under the planning and administration competency, the majority of managers and trainees agreed that the tasks are required to manage diversity. However, significant differences were found in three tasks: managers monitor and keep a schedule or changes schedule if needed (p < 0.05); understand budgets, cash flows, financial reports, annual reports and regularly uses such information to make decisions (p < 0.05); and create budgetary guidelines for others and works within the guidelines given by others (p < 0.05). Managers need to accommodate diversity in their schedules and budget for diversity.
No significant differences were found in almost all the managerial tasks under teamwork competency, except in one task. A significant difference was found between managers and trainees regarding managers appropriately staffing the team, taking into account the value of diverse ideas and technical skills needed (p < 0.050).
No significant differences were found in almost all the managerial tasks under strategic action competency, except in one task, that is, managers must understand the concerns of stakeholders (p < 0.05). This finding contradicts with the finding that managers stay informed of the actions of competitors and strategic partners. Managers must understand the concerns of all stakeholders, competitors and strategic partners.
A significant difference was found in one of the managerial tasks under the global awareness competency. Some trainees (13.2%) disagreed while 13.8% were neutral that their managers understand, read and speak more than one language fluently (p < 0.05). Managers have to improve their linguistic skills so that they can communicate with people from different language backgrounds. A diversity committee or forum should organise workshops where the second language in the province will be taught. Top management should financially support this initiative.
No significant differences were found in managerial tasks under the self-management competencies. Both managers and trainees unanimously agreed that the managerial tasks are important. This finding is supported by Penceliah (2003) .
Both managers and trainees perceived the six managerial competencies (communication, planning and administration, strategic action, teamwork, global awareness and selfmanagement) important in managing diversity, but the ranking order of perceived importance indicated that there are variances in ratings. Trainees rated communication and teamwork as the most competencies, while managers rated teamwork and self-management as the most important competencies. Trainees rated planning and administration and self-management as the middle important competencies, while managers rated strategic action and communication as the middle important competencies. Trainees rated strategic action and global awareness as the least important competencies, while managers rated planning and administration and global awareness as the least important. Global awareness competency was rated lower by both groups.
In terms of the gender comparison, it is interesting to note that the perceived importance given by men (women) is almost identical to the ratings of the six managerial competencies given by managers (trainees).
This finding tallies with Hellriegel et al. (2005 Hellriegel et al. ( , 2007 that senior managers are not just talented in teamwork, but they have strengths across the board. They encourage managers to know all the managerial competencies rooted in general management theory.
The accounting firm managers should consider the importance given by trainees and by themselves on the six managerial competencies in prioritising the most important competencies they require in managing diversity. For managers to be effective in managing the diverse work environment, Hellriegel et al. (2005 Hellriegel et al. ( , 2007 , Mbokazi et al. (2004) , Slocum et al. (2008) and suggest that they must have knowledge of the six managerial competencies and must develop the competencies through study, training and experience. They further stress that if one develops oneself in managerial competencies, one prepares oneself for a variety of jobs in various industries and countries.
Conclusion
The variations in ratings were found on how managers and trainees perceive the importance of managerial competencies required in managing a diverse workforce in the accounting firms, but all the variations were positive. Both managers and trainees perceive all managerial competencies important. This finding calls for the accountancy profession to recognise the managerial competencies because these competencies will assist managers in managing diverse workforce and at the same time the managers will improve their job performance, which will result in improvement in the retention rate of managers, especially black managers. The accounting firms must also incorporate the six managerial competencies into the job descriptions or job advertisements and in their management development programmes. A democratic South Africa demands a more diverse professional workforce and that serious efforts are made to improve the under-representation of previously excluded groups, with a coupled demand to effectively and sensitively manage the increasing diversity of the profession.
Recommendations
It is recommended that managers increase their level of awareness on the six managerial competencies. The accounting firms are encouraged to include the six managerial competencies in the firm's management development programme or training and development, as the managerial competencies will assist managers in managing the diverse workforce effectively. The older and white managers are also strongly encouraged to partake in the managerial competencies development programme so that they will respond appropriately to the increasing diversity of the workforce.
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